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Abstract 

This work analyzes the effectiveness of continuing education within the Republican Police of Benin through a mixed 

methodological approach mobilizing the D. Kirkpatrick model and self-determination theory. The research, conducted with 150 

participants, reveals that continuing education is widely recognized as an essential lever for professionalization, in a security 

context marked by rapid changes and increasing operational demands. The results show, however, that officers' motivation 

remains dominated by extrinsic factors such as professional recognition, financial incentives, and career advancement prospects. 

Although intrinsic motivation exists among some officers, it remains minority and insufficiently supported by current 

organizational practices. The analyses also reveal several structural challenges: limited resources, excessive standardization of 

modules, low officer availability, lack of program updates, unequal hierarchical support, and significant obstacles to the transfer 

of learning in the field. These constraints reduce the satisfaction of the needs for autonomy, competence, and relatedness, thereby 

limiting the depth of learning and the real impact of training on operational performance. The research concludes that a 

comprehensive reform of the continuing education system is necessary, based on content modernization, better adaptation to 

regional and professional realities, strengthening of recognition mechanisms, and a stronger commitment from the hierarchy. 

Such an approach would optimize the effectiveness of training, stimulate more autonomous and lasting motivation, and contribute 

to the strengthening of police professionalism. 
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1. Introduction 

The professionalization of public security forces constitutes 

a central issue in contemporary democratic governance. Inter-

nationally, profound changes in threats—terrorism, cyber-

crime, human trafficking, transnational trafficking, or even 

community violence—have led to a redefinition of the mis-

sions of police institutions. In this context, continuing educa-

tion appears as an essential leverage point for adapting to the 
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new demands placed on security forces. Analyses by BAY-

LEY clearly show that the 21st-century police force can no 

longer be limited to a repressive function but must integrate a 

plurality of technical, relational, procedural, and ethical com-

petencies necessary for managing complex situations and con-

solidating institutional legitimacy [2]. 

International organizations, such as the United Nations (UN) 

and Interpol, emphasize that police performance rests on a 

combination of professional knowledge, operational capabili-

ties, ethical accountability, and respect for democratic norms. 

They insist on the need for training mechanisms that are 

adapted, continuous, and contextualized, capable of support-

ing institutional transformations and human security dynam-

ics. In the same vein, security sector reforms carried out in 

West Africa with the support of UNDP, GIZ, and the Euro-

pean Union testify to a willingness to strengthen the profes-

sional capacities of police forces, while ensuring respect for 

the rule of law and bringing police institutions closer to citi-

zens. However, several reports highlight that these reforms re-

main fragile, due to limited resources, dependence on external 

funding, a deficit of evaluation mechanisms, and weak inte-

gration of acquired competencies into daily practices. In Be-

nin, these developments are part of a major institutional pro-

cess marked by the creation of the Republican Police in 2018, 

resulting from the merger of the National Police and the Na-

tional Gendarmerie. This reform, driven by Law No. 2017-41 

and consolidated by Law No. 2020-16 regarding the special 

status of personnel, aims to modernize internal security man-

agement, reinforce operational coherence, and promote a pro-

fessional culture based on discipline, ethics, and performance 

[2]. Article 47 of Law No. 2020-16 explicitly consecrates the 

right to initial and continuing education for all Republican Po-

lice officers, reflecting a desire to place skills development at 

the heart of institutional functioning. 

The Beninese security environment, marked by a resur-

gence of contemporary challenges—cybercrime, gender-

based violence, cross-border trafficking, insecurity in the 

northern departments—reinforces the need for flexible, up-

dated training mechanisms capable of supporting officers in 

mastering emerging situations. Analyses by GNINAFON re-

veal fragile citizen trust towards the police, often linked to 

perceptions of a lack of professionalism, corruption, or ineffi-

ciency [13]. This situation highlights the crucial role of train-

ing as a means of strengthening institutional legitimacy and 

meeting the increasing expectations of the population. Con-

ceptually, continuing education is viewed as a structuring pro-

cess enabling the mobilization of competencies in real-world 

contexts. The work of LE BOTERF, KNOWLES and KOLB 

David insists on the importance of learning rooted in experi-

ence, oriented toward problem-solving, and adapted to the 

professional specificities of adults [16-18]. In the policing 

field, FASSIN Didier reminds us that training concerns not 

only the acquisition of technical knowledge but also the trans-

formation of representations, behaviors, and daily practices 

[11]. DE VALKENEER & FRANCIS show that police activ-

ity rests on a complex articulation between institutional logic, 

organizational logic, and professional logic, which requires 

pedagogical mechanisms capable of taking into account oper-

ational realities and the values of the profession [6]. CAROLY 

for her part, emphasizes the influence of work contexts, or-

ganizational constraints, and the system of values on the ca-

pacity for learning and mobilizing competencies [3, 5]. 

Continuing education thus occupies a determining place in 

the structuring of police practices. By aiming to reinforce 

technical, legal, operational, and relational competencies, it 

contributes to the construction of a modern, professional, and 

legitimate police force. However, as DJOGBENOU and 

GAGNE & FOREST emphasize, Beninese mechanisms still 

suffer from an insufficient link between training and field 

needs, a lack of systematic evaluation, imperfect coordination 

between services, and weak consideration of behavioral and 

ethical dimensions, [9, 13]. Thus, the professionalization of 

the Republican Police of Benin through continuing education 

is part of a coherent institutional dynamic, supported by a clear 

legislative framework and increasing security challenges. 

However, it remains confronted with structural, organizational, 

and pedagogical challenges that question the actual capacity 

of the training system to produce lasting effects on profes-

sional competencies and practices. In this context, it appears 

necessary to examine in depth the mechanisms through which 

continuing education contributes or struggles to contribute to 

the strengthening of police professionalism, in order to formu-

late avenues for improvement based on a thorough under-

standing of the institutional, theoretical, and operational issues 

of the system. 

2. Methodological Itinerary 

The methodological itinerary of this research rests on the 

joint application of the Kirkpatrick model and self-determina-

tion theory, in order to analyze the effectiveness of continuing 

education within the Republican Police of Benin, [15, 7]. To 

respond to the complexity of the policing field and the objec-

tives of the research, a rigorous approach was adopted, com-

bining both a quantitative and a qualitative approach. This is 

a cross-sectional research mobilizing mixed methods, which 

allows for capturing both the measurable general trends and 

the human, organizational, and contextual dynamics that con-

dition the real effectiveness of the training programs. The 

quantitative dimension is based on a structured questionnaire 

administered to a large number of police officers, allowing for 

the measurement of competencies, the application of learning 

in real situations, and the perceived effects of continuing edu-

cation, complemented by certain institutional data. In parallel, 

the qualitative dimension is based on semi-structured inter-

views conducted with trainers, hierarchical leaders, training 

experts, and external stakeholders, as well as focus groups in-

tended to explore in depth the perceptions, professional expe-

riences, field constraints, and factors influencing the transfer 
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of competencies. The total sample comprises 150 respondents, 

distributed as 100 police officers, 20 trainers, 15 hierarchical 

leaders, 15 training experts, and 10 external stakeholders. 

The data collection techniques mobilized are documentary 

research, questionnaire survey, and semi-structured interview. 

The documentary research allowed for gathering theoretical 

and institutional information from legal texts, reports, scien-

tific articles, theses, specialized works, and digital resources. 

The questionnaire survey, administered to police officers, al-

lowed for the collection of quantitative data on access modal-

ities to training, the perceived quality of content, pedagogical 

effectiveness, competency development, and operational im-

pact. The data were entered and processed mainly using Excel 

software, leading to descriptive analyses. Semi-structured in-

terviews were conducted with trainers, hierarchical leaders, 

experts, and external stakeholders. Conducted on the basis of 

a structured interview guide, they allowed for exploring in 

depth the perceptions, constraints, practices, evaluation logic, 

institutional stakes, and factors promoting or limiting the 

transfer of learning in the units. 

3. Motivational Determinants of 

Continuing Education Effectiveness in 

the Republican Police 

In an institutional context seeking effectiveness, officers' 

adherence to continuing education programs cannot be limited 

to administrative injunctions or hierarchical obligations. It 

also, and above all, rests on a set of incentive factors that gen-

erate interest, stimulate motivation, and encourage voluntary 

engagement in the learning process. Understanding these fac-

tors is essential for designing training programs that are sim-

ultaneously attractive, accessible, and meaningful for Repub-

lican Police officers. 

Table 1. Perception of the Influence of Professional Recognition. 

Modality N Percentages 

Not at all influential 18 5.00 

Minimally influential 43 11.94 

Moderately influential 70 19.44 

Influential 103 28.61 

Very influential 126 35.00 

Total 360 100.00 

Source: Field data, 2024-2025 

The results show a very favorable trend toward profes-

sional recognition as a lever for motivating participation in 

continuing education. Indeed, nearly 85% of officers con-

sider this recognition to be very influential or influential, 

while the other segment deems it minimally or not at all in-

fluential. This confirms that professional recognition is per-

ceived as an essential factor in the dynamic of continuous 

skill improvement. This opinion was reinforced by a trainer 

who stated the following: 

When an officer knows that their training efforts will be 

recognized, they become more diligent, more engaged. 

Recognition, even symbolic, values the act of learning and 

strengthens the will to train. 

Expert10, Field Data, 2024-2025 

This expert emphasizes the importance of professional 

recognition for the diligence and engagement of police offic-

ers in a training context. Similarly, another adds: 

It is clear that intrinsic motivation is not always enough. 

When professional recognition is integrated into the HR strat-

egy, officers perceive continuing education as an opportunity 

for progression and not as an obligation. 

Expert 13, Field Data, 2024-2025 

Through these statements, it is observed that the idea of pro-

fessional recognition creates a potential change in police of-

ficers' perception of continuing education. Indeed, the idea of 

this recognition leads them to view continuing education as an 

opportunity and not merely as a constraint from the hierarchy. 

In the same sense, a hierarchical leader commented: 

The officers who receive positive feedback after training – 

a commendation, a strategic assignment, a simple congratula-

tions – are the ones who invest themselves more. This recog-

nition creates a dynamic of skill valuation. 

Hierarchical Leader 07, Field Data, 2024-2025 

The hierarchical leader highlights that the officers most in-

vested in training are those who receive post-training recogni-

tion, which confirms the catalytic role of valuations in their 

diligence. The analysis shows that professional recognition – 

whether symbolic or linked to career opportunities – consti-

tutes an essential lever of motivation, far more decisive than 

personal motivation alone. Thus, to ensure lasting engagement 

and maximize the impact of acquired skills, it is essential to 

institutionalize visible and equitable recognition mechanisms 

at the heart of the continuing education system. 

DJOGBENOU emphasize the role of organizational recog-

nition as a motivational lever. Without clear valuation of train-

ing efforts (promotion, progression, visibility), officers risk 

perceiving training as an administrative obligation rather than 

a strategic investment in their career, [9]. This finding is per-

fectly consistent with the conclusions of the Quebec security 

service report, which highlights a generational shift in police 

officers' expectations, [23]. The report emphasizes that re-

cruits aspire to a better balance between professional commit-

ment, quality of life, and recognition of developed competen-

cies. The focus is placed not only on valuing technical know-

how but also on human and relational skills, deemed essential 

to the evolution of a police career. Thus, recognition should 

not be limited to symbolic retribution but should translate into 
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concrete valuation mechanisms, such as access to positions of 

responsibility, mobility prospects, or consideration in the an-

nual evaluation. 

Furthermore, the report recommends integrating the hu-

man dimension as a central criterion in selection and promo-

tion processes, which calls for a redefinition of police excel-

lence standards beyond mere technical aptitude. This per-

spective aligns with the aspirations of the Beninese officers 

interviewed, who express a strong need for institutional 

recognition of their competencies, both technical and behav-

ioral. In short, the motivation to train is inseparable from the 

organizational climate, the culture of recognition, and the 

way in which acquired skills are integrated into the profes-

sional journey. Officers' engagement in continuing educa-

tion programs cannot be fully understood without consider-

ing the central role of institutional recognition. Beyond the 

training offered, it is the organizational climate and human 

resource management policy that condition the staff's lasting 

motivation to train. A training program, however relevant, 

loses its appeal when it is not accompanied by a visible and 

tangible valuation system. 

In their analysis, GAGNE & FOREST stress that police of-

ficers' adherence to professionalization initiatives largely re-

lies on the recognition of fundamental professional attitudes 

and values, such as loyalty, sense of duty, rigor, and integrity, 

[12]. These authors insist that these attitudes cannot be devel-

oped or maintained long-term in the absence of a favorable 

organizational environment that values the efforts made by of-

ficers, both in the daily exercise of their duties and in their 

training endeavors. Thus, when training is not articulated with 

clear internal mobility, promotion, or career advancement pol-

icies, it tends to be perceived as an administrative obligation, 

or even a waste of time. This disconnect between personal in-

vestment in training and the absence of real recognition gen-

erates frustration, disengagement, or even passive resistance. 

Conversely, an institution that integrates continuing education 

into a global human resources development strategy sends a 

strong signal to officers: that their skill development is valued, 

useful, and provides concrete career prospects. Consequently, 

to strengthen the motivation to train, it is not enough to offer 

quality content: it is also necessary to build a coherent institu-

tional ecosystem where training is part of an evolving profes-

sional journey. This implies setting up formal recognition 

mechanisms (certifications, bonuses, advancements) but also 

daily managerial practices that value training efforts as acts of 

commitment to public service. In this logic, training ceases to 

be a simple tool for knowledge transmission and becomes a 

vector for legitimization, progression, and professional valua-

tion. 

After addressing the influence of professional recognition 

following training sessions, the following table focuses on 

the perceived influence of financial incentives on the moti-

vation to participate in organized continuing education ses-

sions. 

Table 2. Perception of the Influence of Financial Incentives. 

Modality N Percentages 

Not at all influential 31 8.61 

Minimally influential 41 11.39 

Moderately influential 81 22.50 

Influential 124 34.44 

Very influential 83 23.06 

Total 360 100.00 

Source: Field data, 2024-2025 

The analysis shows that financial incentives motivate a ma-

jority of officers, but their effect remains unequal, with nearly 

42% judging their influence to be moderate, low, or non-ex-

istent. This reveals that, although real, extrinsic motivations 

are not sufficient to ensure lasting engagement in continuing 

education. Bonuses act as a trigger but do not guarantee either 

the regularity or the depth of involvement. To strengthen ad-

herence, they must be complemented by more sustainable lev-

ers, such as symbolic recognition, professional development, 

a stimulating work environment, and firm hierarchical support. 

A multi-factor approach to motivation thus appears indispen-

sable for fostering sustainable skill development. 

The following figure presents the frequency of participation 

in continuing education sessions due to the existence of pro-

fessional recognition systems. 

 

Source: Field data, 2024-2025 

Figure 1. Frequency of Participation Due to Professional Recogni-

tion. 

The police officers questioned who had participated at least 

once in a continuing education session affirmed at a rate of 

29.63% that they frequently participated in the said sessions due 

to the existence of professional recognition at their conclusion. 

From a global perspective, it is observed that nearly 75% of po-

lice officers generally participate in sessions because they know 

that recognition is at stake. While this finding may legitimate a 
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conclusion favoring the dominance of the extrinsic nature of po-

lice officers' motivation concerning continuing education ses-

sions, it is important to keep in mind that they may be in a situ-

ation of dual motivation where intrinsic factors are reinforced 

by extrinsic ones. This translates into an ambivalent relationship: 

although some police officers are motivated by purpose, pas-

sion for the job, or the desire for self-improvement, continuing 

education remains largely perceived as a functional tool rather 

than a space for personal development. A trainer indicates: 

Even if officers do not always express it openly, those who 

spontaneously return for training often have a thirst for learn-

ing and a personal will to do their job better. 

Expert 03, field data, 2024-2025 

He thus draws attention to the existence, albeit presumably 

passive, of intrinsic determinants underlying the desire and 

decision to participate in continuing education sessions. A Hu-

man Resources officer, for his part, emphasizes: 

In career interviews, we see that some seek to progress not 

only to obtain a rank, but also to feel more useful, more com-

petent. It is a form of self-fulfillment that, without being the 

majority, does exist. 

HR Officer 03, Field Data, 2024-2025 

Through these comments, an aspect sometimes overlooked 

in the reasons underpinning the interest given to continuing 

education sessions by police officers is noted. Indeed, accord-

ing to this Human Resources manager, there are police offic-

ers who nurture a great interest in the said sessions because 

they want to be more competent in order to better serve the 

force and, by extension, the Republic. Thus, although contin-

uing education produces effects at their level as individuals, 

they also see the interest of the institution and the population 

in their skill growth. Another manager adds the following: 

It is often the same profiles that actively engage: those who 

believe in their profession and want to progress in the exercise 

of their duties. Even if it is not the majority, their presence is 

valuable and should be encouraged. 

HR Officer 02, Field Data, 2024-2025 

The results indicate that, even if intrinsic motivation is not 

the majority, it remains present among a significant number of 

officers who see training as an opportunity to progress and 

give greater meaning to their mission. This dynamic shows 

that beyond material incentives, some police officers are mo-

tivated by the desire for excellence, technical mastery, and 

personal development. This constitutes a strategic opportunity 

for decision-makers: by integrating dimensions that value the 

purpose of the profession, professional pride, and individual 

accomplishment, training programs can stimulate a form of 

engagement that is more lasting and less dependent on exter-

nal rewards. Encouraging intrinsic motivation would thus 

make it possible to strengthen not only technical skills but also 

a culture of excellence and initiative, which is essential for the 

overall performance of the Republican Police. 

Following this assessment concerning the influence of pro-

fessional recognition and motivation on the frequency of par-

ticipation, the following figure presents the results regarding 

the impact of financial incentives on involvement and perfor-

mance during continuing education sessions. 

 

Source: Field data, 2024-2025 

Figure 2. Impact of Financial Incentives on Involvement and Performance. 

According to 37.50% of police officers who have already 

participated in a continuing education session, financial incen-

tives have a positive impact on their involvement and perfor-

mance during the training sessions. This impact is described 

as very positive by 26.39% of respondents, while 28.70% con-

sider the said incentives to have no impact. However, although 

their proportion is relatively small, 7.41% of respondents af-

firmed that financial incentives have a negative impact on 

their involvement and performance during continuing educa-

tion sessions. Thus, they believe that the absence of financial 

incentives for continuing education sessions inhibits their in-

volvement. Still in the quest for motivational elements at work, 

the following figure presents the results regarding the influ-

ence of career progression opportunities on the motivation to 

participate in training sessions. 
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Source: Field data, 2024-2025 

Figure 3. Influence of Career Progression Opportunities on the 

Choice to Participate. 

The vast majority of police officers questioned recognize 

a certain influence of career progression opportunities on the 

decision to participate in the continuing education sessions 

organized by the Republican Police. Thus, in addition to fi-

nancial incentives and motivation through professional 

recognition, the knowledge of career progression opportuni-

ties are elements that moderate not only the decision to par-

ticipate but also the involvement and performance of police 

officers during the organized continuing education sessions. 

The following figure addresses the observation of a link be-

tween continuing education sessions and the improvement of 

operational effectiveness among the police officers ques-

tioned. 

 

Source: Field data, 2024-2025 

Figure 4. Observation of Performance Improvement Following Training Sessions. 

The results show that the majority of Republican Police of-

ficers perceive a direct link between their participation in con-

tinuing education and their operational performance in the 

field. 56.94% of officers sometimes noted a link between their 

training and their performance, while the observation is sys-

tematic for 16.20% and non-existent for 26.85%. This indi-

cates an acknowledgement that training can contribute varia-

bly to improving operational performance. 

The importance of professional recognition identified in the 

results aligns with BRUN & DUGAS, who established that 

recognition at work operates on four registers: existential 

(recognition of the person), practical (recognition of efforts), 

ethical (recognition of investment), and results (recognition of 

achievements), [4]. Their research demonstrated that existen-

tial and practical recognition particularly influences intrinsic 

motivation, while results recognition affects extrinsic motiva-

tion more. The results suggest a predominance of results 

recognition (commendations, strategic assignments, promo-

tions), to the detriment of the other registers. This asymmetry 

may explain why motivation remains largely extrinsic: offic-

ers are recognized for what they have accomplished (success-

ful training) rather than for who they are (committed profes-

sionals) or for their effort (investment in learning). A re-

balancing toward more diversified forms of recognition could 

favor the emergence of more intrinsic and sustainable motiva-

tions. SERGIO & HAL showed that social recognition (posi-

tive feedback, public congratulations) produces motivational 

effects comparable to monetary rewards, while generating 

much lower costs, [22]. The authors demonstrate that the ef-

fect of recognition on performance is mediated by three psy-

chological mechanisms: increased feeling of competence, 

strengthening of the feeling of belonging (relatedness), and 

satisfaction of the need for esteem. These conclusions suggest 

that the Beninese institution could optimize its investments by 

developing structured and equitable systems of symbolic 

recognition, thus supplementing material incentives. GRANT 

provides additional insight into the mechanisms by which 

recognition influences motivation, [14]. The author demon-
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strates that recognition is particularly effective when it is spe-

cific (relating to precise behaviors or achievements), authentic 

(perceived as sincere), and socially visible (known to peers 

and the hierarchy). The informal and discretionary recognition 

practices mentioned in the Beninese context violate these prin-

ciples of effectiveness, explaining why their motivational po-

tential is only partially realized. 

The predominance of extrinsic motivations (recognition, fi-

nancial incentives, career progression) can be analyzed 

through the Cognitive Evaluation Theory, [7]. This theory es-

tablishes that external rewards can either support or under-

mine intrinsic motivation, depending on whether they are per-

ceived as informational (confirming competence) or control-

ling (imposing a behavior). The results show that current re-

ward systems function more in a controlling mode: officers 

participate in training to obtain external benefits rather than 

out of genuine interest. This dynamic generates extrinsic mo-

tivation that is, at best, integrated and, at worst, identified, ac-

cording to the taxonomy, [7]. In integrated motivation, the of-

ficer recognizes the instrumental value of the training for their 

career goals and integrates it into their professional identity. 

In identified motivation, they participate because they deem it 

important to progress, without finding an intrinsic interest in 

it. 

GAGNE & FOREST demonstrate that the shift from con-

trolling forms to autonomous forms of extrinsic motivation 

depends on three organizational conditions: perceived auton-

omy in training choices, clarity of the link between training 

and authentic professional development, and the quality of re-

lationships with supervisors, [12]. The case of the Republican 

Police exhibits fragilities on these three dimensions: auton-

omy limited by discretionary selection practices, a sometimes 

opaque link between training and career, and heterogeneity of 

hierarchical support. Cognitive Evaluation Theory also pre-

dicts that external over-justification can undermine emerging 

intrinsic motivations. When an intrinsically interesting activ-

ity is associated with salient external rewards, the individual 

may progressively attribute their engagement to the rewards 

rather than to intrinsic interest. This dynamic could explain 

the weakness of intrinsic motivation in the Beninese context: 

the institutional emphasis on statutory and financial benefits 

may have eroded pre-existing authentic motivations among 

some officers. 

The variability in the perception of the training-perfor-

mance link (only 16.20% systematically observe it) echoes re-

search on transfer moderating factors. SERGIO & HAL iden-

tify three categories of moderators: individuals (self-efficacy, 

motivation, learning ability), pedagogical (methods, content, 

training quality), and organizational (application opportuni-

ties, support, transfer climate), [22]. The authors establish that 

organizational factors explain 45% of the variance in per-

ceived transfers, compared to 25% for pedagogical factors and 

30% for individual factors. This distribution clarifies the re-

sults: even motivated officers who follow quality training do 

not perceive improvement if the organizational environment 

does not facilitate applications. The group of 26.85% never 

perceiving a link likely reflects this environmental constraint 

rather than a deficit in motivation or pedagogical competence. 

RYAN & DECI developed the Learning Transfer System In-

ventory (LTSI), an instrument measuring 16 factors influenc-

ing transfer, [21]. Among these factors, four emerge as partic-

ularly determining in hierarchical organizations like police 

forces: supervisor support, performance consequences (recog-

nition of successful applications), feedback on the application, 

and organizational change openness. The results reveal sub-

stantial deficiencies in these four dimensions, explaining the 

limited perception of the training-performance link. GRANT 

for his part, establish that the perception of the training-per-

formance link reciprocally influences future motivation to 

train, [14]. Officers who observe improvements develop a 

positive expectation regarding the benefits of subsequent 

training, strengthening their engagement. Conversely, those 

who perceive no benefit develop a negative expectation lead-

ing to disengagement. This circular dynamic suggests that im-

proving transfer conditions is not only an issue of immediate 

effectiveness but also an investment in long-term motivation. 

In a comparative approach, SERGIO & HAL analyzed the 

evolution of police culture in different national contexts. The 

author identified two trajectories: a traditional trajectory 

maintaining a corporatist, hierarchical, and change-averse cul-

ture, and a reformed trajectory developing a professional, 

learning, and continuous improvement-oriented culture, [22]. 

The results suggest an intermediate position: the unanimous 

recognition of the importance of training testifies to an open-

ness to change, but the predominance of extrinsic motivations 

and the persistence of structural obstacles indicate that the cul-

tural transformation remains incomplete. ERAUT in her work 

on police culture change, insists on the determining role of the 

organizational field (material conditions, managerial practices, 

reward systems) in the transformation of professional habitus 

(values, attitudes, dispositions), [10]. She demonstrates that 

training initiatives cannot permanently modify practices if 

they are not accompanied by changes in the field: improve-

ment of working conditions, evolution of evaluation criteria, 

transformation of command styles. This analysis clarifies the 

limitations of the system in place in the Republican Police: 

training generates new knowledge (potential habitus) that 

does not translate into new practices due to the lack of trans-

formation in the field (constraining environment). 

The critique of content standardization and the claim for 

differentiation by service are grounded in the situated learning 

theories developed by GRANT, [14]. These authors establish 

that effective learning occurs in and through participation in 

the practices of a specific community of practice. It does not 

consist of an abstract transmission of general knowledge but 

of a progressive socialization into the ways of doing, thinking, 

and solving problems specific to a field of activity. This theo-

retical perspective implies that police training should be dif-

ferentiated according to the communities of practice: judicial 

police, crowd control, community policing, intelligence, etc. 
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Each possesses its own challenges, its own tacit knowledge, 

and its own criteria for excellence. Uniform training cannot 

adequately respond to this diversity, generating the feeling of 

inadequacy observed in the results. 

BRUN & DUGAS deepen this analysis by distinguishing 

canonical knowledge (formal knowledge and official proce-

dures) from non-canonical knowledge (effective practices and 

professional tricks of the trade), [4]. They demonstrate that ef-

fective learning requires not only the transmission of canoni-

cal knowledge but, above all, access to non-canonical 

knowledge through immersion in real work situations. Stand-

ardized training tends to prioritize canonical knowledge, ne-

glecting the contextual and tacit knowledge that makes the dif-

ference between a competent officer and an excellent one. 

Furthermore, ERAUT demonstrates that the most critical 

competencies develop through three modalities: implicit 

learning (non-conscious observation and participation), reac-

tive learning (rapid adaptation to situations), and deliberative 

learning (structured reflection on experience), [10]. Continu-

ing education should integrate these three modalities by alter-

nating exposure to structured content, realistic scenario setting, 

and reflective coaching. The current standardization favors 

deliberative learning to the detriment of the other two modal-

ities, limiting the development of robust operational compe-

tencies. 

The cross-analysis of the results and their confrontation 

with the literature reveal that the effectiveness of continuing 

education in the Republican Police of Benin fundamentally 

depends on complex motivational factors, articulating extrin-

sic dimensions (recognition, incentives, career) and intrinsic 

dimensions (personal development, sense of purpose). The 

current predominance of extrinsic motivations, while under-

standable in the Beninese institutional context, limits the du-

rability and depth of engagement in learning. 

4. Challenges of Continuing Education in 

the Republican Police 

While continuing education represents an essential lever for 

developing professional skills and improving operational per-

formance within the Republican Police, its implementation 

continues to face numerous challenges. Despite institutional 

efforts to structure and generalize these training programs, 

several constraints limit their actual effectiveness in the field. 

These obstacles can be material, organizational, psychological, 

or institutional, and vary depending on the intervention con-

texts, the profiles of the officers, and the pedagogical modali-

ties employed. 

In light of the various elements highlighted in the preceding 

sections, it is appropriate to address the challenges facing con-

tinuing education within the Republican Police, [20]. On this 

subject, a trainer commented in the following terms: 

First, limited resources pose a significant problem. Re-

stricted budgets and lack of resources can limit the frequency, 

quality, and access to training. Moreover, it is often difficult 

to free up time for training without disrupting daily operations, 

as officers are frequently engaged in urgent missions. Adapt-

ing programs to local realities is also a challenge. Each region 

has its cultural specificities and specific types of criminality, 

which require tailored content and approaches. The lack of ad-

equate infrastructure and limited access to modern technolo-

gies can also hinder the effectiveness of training, particularly 

those using advanced digital tools. 

Expert 06, Field Data, 2024-2025 

The analysis shows that training within the Republican Po-

lice of Benin is severely limited by insufficient financial re-

sources, which affects the regularity, quality, and moderniza-

tion of the modules. Operational constraints worsen the situa-

tion: reduced and constantly mobilized staff make it difficult 

for officers to be available for continuous training. The con-

tent, often standardized, does not sufficiently consider re-

gional realities and the specific needs related to the diversity 

of the country's security contexts. Added to this are a lack of 

modern infrastructure and limited access to digital technolo-

gies, which hinders distance learning and skill updates. To be 

truly effective, training must be rethought by strengthening re-

sources, adopting flexible and better contextualized mecha-

nisms, and investing in modern and accessible pedagogical 

tools. In the same vein, a hierarchical leader stated: 

Limited budgets can restrict the quality, frequency, and di-

versity of available training, as well as access to modern tech-

nologies. The lack of appropriate training facilities, such as 

simulation centers and computer labs, can limit the effective-

ness of training programs. Training must constantly adapt to 

new threats, which can be difficult to keep up with continu-

ously and effectively. Ensuring that training is relevant and 

adapted to the specific needs of each region or specialized unit 

can be complex. 

Hierarchical Leader 07, Field Data, 2024-2025 

The hierarchical leader asserts that it is difficult to adapt 

continuing education to the specific needs of regions and units, 

but this position requires nuance. Indeed, while initial training 

must remain uniform, continuing education must, on the con-

trary, respond to the very diverse operational realities on the 

ground. Security challenges differ greatly between urban, ru-

ral, or border areas, and according to specialized units. Uni-

form training thus becomes disconnected from real needs and 

practically useless. Conversely, differentiating content ac-

cording to contexts would enhance the relevance, motivation, 

and performance of the officers. This adaptation is not com-

plex: it relies on local needs analysis, the participation of unit 

leaders, and the design of targeted modules. Many African 

countries already demonstrate the feasibility of modular train-

ing adapted to regional realities. Addressing the issue of of-

ficer motivation, a trainer maintains that: 

Generating officer engagement and motivation to actively 

participate in training programs is another difficulty. Some of-

ficers may view training as an interruption of their daily work 

rather than a development opportunity. Establishing robust 
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systems to evaluate and monitor acquired skills is also crucial 

but complex, as it is essential to measure the actual impact of 

training on officers' operational performance. 

Expert09, Field Data, 2024-2025 

Continuing education struggles to mobilize Republican Po-

lice officers in Benin, mainly because it is not perceived as a 

real lever for professional advancement. Unlike degree-grant-

ing training, which is highly valued, technical or behavioral 

training is judged to be poorly recognized and insufficiently 

linked to career progression. This situation reveals a structural 

imbalance that hinders engagement and underscores the need 

to strengthen incentives: official recognition, bonuses, consid-

eration in evaluations, or access to professional gateways. 

Added to this is the absence of robust evaluation systems to 

measure the impact of training, which fuels officer skepticism. 

Operational constraints, pressure on staffing, and a hierar-

chical culture not very open to expressing needs further com-

plicate participation. To overcome these obstacles, reform is 

necessary: concretely value continuing education, diversify 

pedagogical formats, and clearly articulate skill development 

with statutory progression. A hierarchical leader adds this: 

It can be difficult to motivate all officers to actively and 

regularly participate in continuing education programs, espe-

cially in cases of heavy workload or lack of recognition of im-

mediate benefits. 

Hierarchical Leader 08, field data, 2024-2025 

The hierarchical leader's statement primarily reveals the 

disengagement of the hierarchy, whose lack of involvement 

weakens officer motivation and sends the message that train-

ing is not a priority. This withdrawal undermines the impact 

of continuing education, because without active hierarchical 

support to accompany, value, and integrate training into team 

management, officers' disinterest becomes inevitable. It is 

therefore essential to refocus supervisors on their role as driv-

ers of professionalization by clarifying their responsibilities, 

strengthening their own managerial training, and establishing 

recognition and evaluation mechanisms linked to training ac-

tions. For another trainer, program updates are a necessity: 

Threats and technologies evolve rapidly, meaning that 

training programs must be continually updated to prepare of-

ficers for new challenges. Finally, integrating new technolo-

gies and strategies into law enforcement practices is often dif-

ficult due to resistance to change. This requires innovative 

pedagogical approaches to facilitate the adoption of new 

methods. 

Expert 11, Field Data, 2024-2025 

The trainer's comments complement those of the hierar-

chical leader by emphasizing that, beyond the lack of officer 

motivation, one of the main blockages lies in the growing in-

adequacy between training content and operational realities. 

This situation weakens the interest in training and increases 

disengagement if programs are not continuously updated to 

respond to new threats and technologies. The analysis thus 

highlights a dual responsibility: a hierarchy that must play an 

active mobilization role, and designers who must adapt the 

content. It also shows that the adoption of new pedagogical 

and organizational practices strongly depends on the involve-

ment of supervisors, whose exemplary behavior conditions the 

acceptance of change by the officers. 

The challenges identified by the respondents correspond to 

the classic obstacles to change management in public organi-

zations analyzed by RYAN & DECI, [21]. These authors iden-

tify eight recurrent obstacles: insufficient resources, employee 

resistance, lack of management support, poor communication, 

unsuitable organizational structure, culture hostile to change, 

conflicts of priorities, and limited leadership capacity. The re-

sults attest to the presence of most of these obstacles. Limited 

resources affect the frequency and quality of training. Officer 

resistance is manifested in the perception of training as an in-

terruption rather than an opportunity. The heterogeneous hier-

archical support reveals unequal management commitment. 

Content standardization reflects an insufficiently flexible or-

ganizational structure. The difficulty in updating programs 

testifies to limited leadership capacity. 

A particularly illuminating contribution is that of BAYLEY 

on policing reforms in developing countries. The author 

showed that training initiatives frequently fail because they 

are conceived as isolated technical interventions rather than as 

components of global institutional transformations, [2]. He 

demonstrates that the effectiveness of training depends on its 

articulation with: human resource management reforms (re-

cruitment, evaluation, career), a transformation of command 

practices (toward more participation and support), the mod-

ernization of infrastructure and equipment, and a change in 

organizational culture (valuing learning). This systemic anal-

ysis aligns with the observations that the challenges are not 

limited to training itself but concern the institutional ecosys-

tem as a whole. The persistence of obstacles despite the recog-

nition of their importance suggests that they are not being ad-

dressed in an integrated but fragmented manner, limiting the 

effectiveness of ad hoc interventions. 

5. Link to the Analytical Model 

Deci and Ryan's Self-Determination Theory (SDT) posits 

autonomy as a fundamental psychological need whose satis-

faction conditions the development of autonomous, intrinsic, 

and sustainable motivation, [8]. Autonomy does not mean to-

tal independence but a feeling of volition, the capacity to make 

choices aligned with one's values, and the perception of con-

trol over one's professional development. The results reveal a 

limited satisfaction of this need for autonomy. The predomi-

nance of professional recognition as a motivational determi-

nant (63.61% influential or very influential) testifies to de-

pendence on external validation rather than an autonomous 

regulation of engagement. Officers participate because they 

anticipate an institutional reward, not because they have freely 

chosen to develop themselves. This dynamic corresponds to 

what SDT calls external regulation, the least autonomous form 

of extrinsic motivation. 
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The cross-referencing with results on discretionary selec-

tion practices ("Superiors only send their own people") and 

insufficient hierarchical support (31.25% as a reason for non-

participation) reveals direct violations of the need for auton-

omy. Officers do not have the necessary control over their ac-

cess to training, creating a feeling of powerlessness and de-

pendence on arbitrary hierarchical decisions. This frustration 

generates, according to SDT, either controlled motivation 

(participation to avoid sanctions or obtain approval) or amoti-

vation (disengagement due to perceived lack of control). The 

minority of officers demonstrating intrinsic motivation (those 

who "spontaneously return," according to Expert03) likely 

testifies to an individual capacity to maintain an internal locus 

of causality despite an unfavorable organizational environ-

ment. These officers have succeeded in internalizing the value 

of training and perceiving it as a personal choice rather than 

an external obligation. Their presence demonstrates the poten-

tial for autonomous motivation, but their minority status re-

veals that organizational conditions do not favor its general-

ized development. 

SDT predicts that satisfying the need for autonomy requires 

three organizational conditions: offering meaningful choices, 

providing a clear rationale explaining the importance of re-

quested behaviors, and acknowledging individuals' perspec-

tives and feelings. The Beninese context exhibits deficiencies 

in these three dimensions. Training choices remain limited by 

access constraints. The rationale for training is not always ex-

plicit, as officers do not always understand why certain con-

tent is imposed on them. Individual perspectives are insuffi-

ciently taken into account in the design of programs, as re-

vealed by the unsatisfied demand for personalization. The 

need for competence, the second pillar of SDT, is manifested 

in the desire to feel effective, master one's tasks, and progress. 

The results testify to a strong aspiration for competence: 74.29% 

of officers hope for an improvement in their operational effec-

tiveness, 68.57% for an increase in their ability to manage 

complexity. This aspiration constitutes fertile ground for the 

development of motivation, provided the environment effec-

tively allows for the development of the feeling of competence. 

However, the effective satisfaction of this need remains 

compromised by several factors. The variability in the percep-

tion of the training-performance link (only 16.20% systemat-

ically observe it, 26.85% never perceive it) suggests that many 

officers do not develop an increased sense of competence de-

spite their participation in training. This absence of perceived 

improvement directly violates the need for competence, gen-

erating frustration and demotivation. The identified transfer 

obstacles explain this frustration. An officer trained in new 

techniques but unable to practice them (51.43%) cannot de-

velop an authentic sense of mastery. The absence of post-

training feedback (45.71%) deprives them of the information 

necessary to evaluate their progress and adjust their practices. 

The insufficiency of material resources (40%) creates a gap 

between potential competencies and effectively mobilizable 

competencies, undermining the sense of efficacy. SDT estab-

lishes that satisfying the need for competence requires opti-

mally dosed challenges (neither too easy nor too difficult), op-

portunities for practice and progression, and constructive and 

informative feedback. The results reveal deficiencies in these 

three dimensions. Content standardization compromises the 

adaptation of the challenge levels to individual capacities. Or-

ganizational constraints limit practice opportunities. The lack 

of systematic follow-up mechanisms deprives officers of the 

necessary feedback. Nevertheless, some elements favor the 

satisfaction of the need for competence. Professional recogni-

tion, when specific and informative, confirms skill develop-

ment. Practical training offers opportunities for experimenta-

tion and progressive mastery. The identified areas of need 

(crowd control techniques 62.86%, new technologies 57.14%) 

correspond to real professional challenges, creating a percep-

tion of relevance favorable to the feeling of competence. 

A. Bandura's Self-Efficacy Theory, complementary to 

SDT, sheds light on these dynamics. Self-efficacy develops 

through four sources: mastery experiences (personal suc-

cesses), vicarious learning (observing successful peers), ver-

bal persuasion (encouragement), and physiological and af-

fective states (stress management), [1]. Current training pro-

grams unevenly mobilize these sources. Mastery experiences 

are limited by transfer obstacles. Vicarious learning is un-

derexploited, with training prioritizing vertical transmission 

over peer exchange. Verbal persuasion depends on the vari-

able quality of hierarchical support. The management of af-

fective states (stress, anxiety related to complexity) is rarely 

integrated into training. The need for relatedness, the third 

pillar of SDT, is manifested in the desire for social connec-

tion, recognition by peers and the hierarchy, and integration 

into a valued professional community. The results testify to 

the central importance of this need in the motivational dy-

namic. Professional recognition, the most influential deter-

minant (35% very influential), directly satisfies the need for 

relatedness. Being recognized by the institution means being 

considered a full member of the professional community, 

having one's contribution validated, and receiving confirma-

tion of one's value in the eyes of the group. This recognition 

strengthens the feeling of belonging and, according to SDT, 

favors the internalization of organizational values and the 

development of more autonomous motivation. The fre-

quency of participation due to recognition (75% generally 

participate for this reason) testifies to the power of this need. 

Officers seek not only skill development but also, and per-

haps above all, the social validation of these skills. This dy-

namic corresponds to introjected regulation according to the 

SDT taxonomy: the officer acts to obtain approval and avoid 

disapproval, partially internalizing external expectations 

without fully integrating them into their identity. 

The preference for in-person training is partly explained by 

the satisfaction of the need for relatedness that they allow. 

These training sessions create spaces for professional sociali-
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zation, sharing experiences, building networks, and reinforc-

ing the feeling of institutional belonging. This social dimen-

sion, often underestimated in analyses focused on pedagogical 

content, constitutes a major motivational lever justifying the 

maintenance of a substantial portion of in-person learning in 

any hybrid system. However, the satisfaction of the need for 

relatedness remains compromised by certain organizational 

practices. Discretionary and inequitable recognition mecha-

nisms create feelings of exclusion and injustice among unse-

lected officers. The lack of hierarchical support (31.25% as a 

reason for non-participation) can be interpreted as a signal of 

non-relatedness: the officer infers that the institution does not 

care about their development. The absence of a post-training 

follow-up (45.71%) generates a feeling of abandonment, as 

the officer feels left to fend for themselves after the training. 

SDT establishes that satisfying the need for relatedness re-

quires quality interpersonal relationships, characterized by au-

thenticity, mutual respect, trust, and care. In the organizational 

context, this implies benevolent managerial practices, trans-

parent communication, and recognition systems that value ef-

forts. The verbatim of Hierarchical Leader 07, evoking the im-

portance of positive feedback ("congratulations, commenda-

tions, strategic assignments"), testifies to an intuitive under-

standing of this need. However, the institutionalization of 

these practices remains insufficient, their effectiveness largely 

depending on the individual dispositions of hierarchical supe-

riors. 

Furthermore, SDT distinguishes different types of motiva-

tion on a continuum ranging from amotivation (absence of 

motivation) to intrinsic motivation (engagement driven by in-

terest and pleasure), passing through four increasingly auton-

omous forms of extrinsic motivation: external regulation (mo-

tivation by external rewards/punishments), introjected regula-

tion (motivation by internalized approval/disapproval), iden-

tified regulation (recognition of instrumental value), and inte-

grated regulation (integration of values into identity). The re-

sults suggest a distribution of officers along this continuum, 

with a concentration in the less autonomous forms. The pre-

dominance of motivation through recognition, financial incen-

tives, and career progression corresponds to external, intro-

jected, and identified regulations. The minority demonstrating 

intrinsic motivation is situated at the autonomous end of the 

continuum. This distribution has important implications for 

training effectiveness because the quality of engagement, 

learning, and transfer progressively increases along the moti-

vational continuum. Extrinsically motivated officers (external 

regulation) show superficial engagement, rote memorization, 

and procedural application limited to what is strictly necessary 

to obtain the reward. Intrinsically motivated officers develop 

deep engagement, learning through understanding, and crea-

tive application adapted to specific contexts. 

The results regarding the observation of performance im-

provement illustrate these qualitative differences. The 

16.20% who systematically observe a link likely corre-

spond to the most autonomously motivated officers, fully 

investing in learning and actively seeking to apply what 

they have learned. The 26.85% who never perceive a link 

likely reflect either amotivated officers (participating out 

of obligation without real engagement) or motivated offic-

ers operating in environments that allow no transfer. SDT 

predicts that the shift from controlled to autonomous forms 

of motivation requires the progressive satisfaction of the 

three psychological needs. When autonomy, competence, 

and relatedness are satisfied, the individual progressively 

internalizes the values and goals of the activity, integrating 

them into their professional identity. This internalization 

transforms an external obligation into authentic engage-

ment, a constraint into a chosen opportunity. 

The context of the Republican Police presents mixed con-

ditions for this internalization. On one hand, the unanimous 

recognition of the importance of training (100% judge it im-

portant or very important) testifies to a shared value favorable 

to internalization. On the other hand, structural obstacles (in-

equitable access, insufficient resources, limited transfer) and 

heterogeneous managerial practices compromise the satisfac-

tion of the psychological needs necessary for this transfor-

mation. 

Although motivational determinants are the focus, the Kirk-

patrick model is useful for the analysis. Indeed, it posits the 

participants' reaction as the first indicator of training quality, 

[15]. The results reveal majority satisfaction (67.13%), sug-

gesting a generally positive reaction. However, the articula-

tion with the motivational results reveals that this satisfaction 

largely depends on extrinsic factors related to intrinsic peda-

gogical quality. Satisfied officers are likely those for whom 

the training aligns with motivational expectations: recognition 

obtained, perceived link with career progression, financial in-

centives present. The 18.98% neutral and 13.89% dissatisfied 

likely reflect a disappointment of these expectations: absence 

of expected recognition, opaque links with careers, incentives 

judged insufficient. 

This interpretation suggests that improving the reaction re-

quires not only optimizing the pedagogical content and meth-

ods but also clarifying and making the associated recognition 

and valuation mechanisms reliable. A technically excellent 

training will generate a poor reaction if officers perceive that 

their investment will not be recognized. 

Level 2 concerns actual learning. SDT establishes that the 

quality of motivation deeply influences the depth of learning. 

Intrinsically motivated officers develop deep learning, charac-

terized by the search for understanding, the establishment of 

conceptual links, and critical reflection. Extrinsically moti-

vated officers tend toward surface learning, focused on mem-

orizing information necessary for formal validation. The re-

sults, revealing a predominance of extrinsic motivations, sug-

gest that learning remains partially superficial for a substantial 

proportion of officers. This hypothesis finds indirect confir-

mation in the variability of the perception of the training-per-

formance link: deep learning should translate into a more sys-

tematic perception of improvement. 
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The absence of objective learning measures constitutes a 

limitation, preventing rigorous verification of this hypothesis. 

However, the literature consistently establishes that autono-

mous motivation predicts superior quality and durability of 

learning. Optimizing Level 2 of the Kirkpatrick model there-

fore requires not only improving pedagogical methods but 

also developing more autonomous forms of motivation, [2]. 

Level 3 of the Kirkpatrick model concerning behavioral 

transfer, constitutes the most critical and deficient level in the 

context of the Republican Police, [2]. SDT illuminates the 

psychological mechanisms influencing this transfer. The tran-

sition from the training room to the real field requires perse-

verance in the face of obstacles, creativity in adapting ac-

quired knowledge to specific contexts, and resistance to group 

conformist pressure. These capacities fundamentally depend 

on the quality of motivation. Officers who are autonomous in 

their motivation show an active willingness to overcome or-

ganizational constraints to mobilize their acquired knowledge. 

They find a source of satisfaction in the application itself (con-

firmation of their competence, alignment with their profes-

sional values). Conversely, officers who are controlled in their 

motivation cease their efforts as soon as external rewards dis-

appear or obstacles become too significant. 

The results on transfer obstacles (lack of opportunity to 

practice 51.43%, absence of follow-up 45.71%, insufficiency 

of resources 40%) reveal a particularly constraining environ-

ment. In this context, only the most autonomously motivated 

officers maintain their application efforts. This explains why 

only 16.20% systematically observe a training-performance 

link: they likely correspond to the minority of intrinsically 

motivated officers or those who have developed integrated 

regulation. Improving transfer therefore requires a dual inter-

vention: on the one hand, reducing environmental obstacles 

(improving resources, strengthening follow-up, creating op-

portunities for practice); on the other hand, developing more 

autonomous forms of motivation, strengthening perseverance 

in the face of residual obstacles. This dual approach corre-

sponds to SDT's recommendations for optimizing perfor-

mance in constraining contexts. 

Level 4 of the Kirkpatrick model concerns overall organi-

zational impact, [2]. SDT establishes that collective perfor-

mance depends not only on individual skills but also on the 

motivational climate of the organization. An autonomous cli-

mate, satisfying members' psychological needs, generates en-

gagement, initiative, cooperation, and innovation. A control-

ling climate, frustrating these needs, generates minimal con-

formism, passive resistance, and withholding of effort. The re-

sults highlight a mixed motivational climate. The unanimous 

recognition of the importance of training testifies to a favora-

ble shared value. However, heterogeneous managerial prac-

tices, inequitable recognition systems, and structural obstacles 

create a partially controlling climate that limits the realization 

of motivational potential. 

Optimizing organizational impact therefore requires a 

transformation of the global motivational climate, going be-

yond ad hoc interventions on training. This transformation in-

volves: the institutionalization of equitable and transparent 

recognition practices, the development of command styles that 

support autonomy, the improvement of working conditions 

that allow for the development of the feeling of competence, 

and the creation of cooperation spaces that strengthen the feel-

ing of relatedness. These systemic interventions constitute the 

conditions for the emergence of a truly learning organizational 

culture. 

The analysis of empirical results, confronted with scientific 

literature and articulated with theoretical models, allows for 

the formulation of the following findings. 

Regarding intrinsic motivation, the results reveal its pres-

ence but its minority status in the Republican Police's motiva-

tional landscape. Testimonials identify officers demonstrating 

"a thirst for learning," a "personal will to do their job better," 

and who "believe in their profession." These officers corre-

spond to the profile of intrinsic motivation described by SDT. 

However, their minority status (trainers and managers evoke 

them as special cases rather than the norm) suggests that in-

trinsic motivation is not currently the dominant driver of en-

gagement. 

The literature establishes that intrinsic motivation develops 

when the three psychological needs are satisfied, [7, 8, 19]. 

The results reveal substantial frustrations of these needs (au-

tonomy limited by selection practices, competence compro-

mised by transfer obstacles, relatedness conditional on hierar-

chical recognition). In this context, the very persistence of an 

intrinsically motivated minority testifies to the potential 

power of this type of motivation. 

Concerning professional recognition, the results confirm its 

influence. 63.61% judge it influential or very influential, 75% 

generally participate in training due to the expected recogni-

tion, and testimonials converge to establish its catalytic effect 

on engagement. Literature data confirm that recognition sig-

nificantly influences motivation and performance, provided it 

is specific, authentic, and equitable, [4, 21, 14]. 

However, the effect of recognition on operational perfor-

mance remains only partially demonstrated. While its influ-

ence on engagement in training is clear (participation, dili-

gence), the link with the improvement of operational perfor-

mance remains indirect and mediated by numerous factors. 

The variability in the perception of the training-performance 

link (only 16.20% systematically observe it) suggests that 

recognition certainly stimulates engagement, but this engage-

ment does not systematically translate into operational im-

provement due to a lack of adequate transfer conditions. Be-

yond these two factors, the analysis reveals the decisive im-

portance of complementary factors. Career progression oppor-

tunities constitute the most powerful motivational lever, even 

surpassing professional recognition. Financial incentives, alt-

hough having a moderate effect (57.50% judge them influen-

tial), nevertheless contribute to extrinsic motivation. Hierar-

chical support influences both participation and involvement. 
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These additional factors suggest that the motivational dy-

namic is more complex than the initial model postulated. The 

articulation with theoretical frameworks strongly nuances the 

validation of the hypothesis, [23]. Self-Determination Theory 

reveals that intrinsic motivation, although present, remains in-

sufficiently developed to constitute the main driver of engage-

ment. Professional recognition, identified as a major factor, 

operates mainly in the realm of extrinsic motivation (intro-

jected or identified regulation) rather than that of intrinsic mo-

tivation. D. Kirkpatrick's model KIRKPATRICK confirms 

that motivational engagement influences reaction and learning, 

but that its effect on transfer and results crucially depends on 

organizational conditions, [15]. Methodological limitations 

must also be highlighted. The absence of objective pre/post-

training performance measures limits the demonstration of a 

rigorous causal link between motivation and operational im-

provement. The results are essentially based on declared per-

ceptions, which are susceptible to bias (social desirability, a 

posteriori rationalization). The cross-sectional nature of the 

survey does not allow for the analysis of the temporal evolu-

tion of motivation nor its medium-term effects on perfor-

mance. The results show that professional recognition effec-

tively stimulates engagement in continuing education. It con-

stitutes the most influential motivational determinant after ca-

reer prospects, and its effect on participation and diligence is 

clearly established. However, its influence on the improve-

ment of operational performance remains indirect and condi-

tional, mediated by the quality of learning and the conditions 

for transfer. 

6. Conclusion 

The analysis conducted on the effectiveness of continuing 

education within the Republican Police of Benin highlights an 

evolving institutional dynamic, but one still marked by struc-

tural, organizational, and motivational limitations that reduce 

its real impact on operational performance. The research, 

based on Kirkpatrick's model and Self-Determination Theory, 

reveals that while continuing education is unanimously recog-

nized as an essential lever for professionalization, its potential 

remains partially exploited, [15, 7]. The results clearly show 

that officer motivation remains largely dominated by extrinsic 

factors such as professional recognition, financial incentives, 

and career progression prospects. These determinants strongly 

influence police officers' participation and diligence, but they 

guarantee neither the depth of learning nor the effective trans-

fer of skills in the field. Intrinsic motivation, although present 

among a minority of engaged officers concerned with personal 

development, is still insufficiently supported by the institu-

tional environment. Concurrently, important structural chal-

lenges hinder the effectiveness of the programs: insufficient 

resources, limited regularity of training, content standardiza-

tion, difficulties in mobilizing officers, deficit in program up-

dates, lack of hierarchical support, and weakness of post-train-

ing evaluation mechanisms. These constraints reduce the sat-

isfaction of the psychological needs for autonomy, compe-

tence, and relatedness, which are nevertheless essential for 

building autonomous and sustainable motivation according to 

Self-Determination Theory. The research also highlights a 

major problem with the transfer of acquired knowledge. Alt-

hough the majority of officers sometimes perceive an impact 

of training on their performance, only a few systematically ob-

serve a tangible improvement. This discrepancy is explained 

by organizational obstacles such as the absence of opportuni-

ties for practical application, the lack of feedback, the inade-

quacy between content and field realities, or the persistence of 

a hierarchical culture unfavorable to continuous learning. In 

this context, training struggles to generate lasting behavioral 

changes. These findings call for a strategic and systemic re-

configuration of the continuing education program. This in-

volves, on the one hand, strengthening the organizational con-

ditions that favor autonomous motivation: equitable access, 

formalized recognition mechanisms, active hierarchical in-

volvement, differentiation of content based on contexts and 

units, post-training support, and systematic feedback on appli-

cation. On the other hand, it is necessary to modernize peda-

gogical practices, regularly update programs, and integrate in-

novative approaches such as scenario-based training (mises en 

situation), mentorship, or hybrid systems. Ultimately, contin-

uing education cannot be a simple technical instrument for 

knowledge transmission. It must become a genuine lever for 

institutional transformation, embedded at the heart of a global 

strategy for professionalization, operational adaptation, and 

consolidation of police legitimacy. By coherently investing in 

officer motivation, competence, and relatedness, the Republi-

can Police of Benin has powerful levers to reinforce its effec-

tiveness, modernize its practices, and professionally respond 

to contemporary security challenges. It is on this condition 

that continuing education can fully play its role as a driver for 

sustainable performance improvement and consolidation of 

trust between the police and the population. 

Abbreviations 

UN United Nations 

Interpol International Criminal Police Organization 

UNDP United Nations Development Programme 

GIZ German Agency for International 

Cooperation on Sustainable Development 

EU European Union 

UNODC United Nations Office on Drugs and Crime 

MIPS Ministry of the Interior and Public Security 

LTSI Learning Transfer System Inventory 

SDT Self-Determination Theory 

Conflicts of Interest 

The author declare no conflicts of interest. 

http://www.sciencepg.com/journal/ss


Social Sciences http://www.sciencepg.com/journal/ss 

 

29 

References 

[1] BANDURA Albert, 1997, Self-efficacy: The Exercise of Con-

trol. 

[2] BAYLEY David, 2006, Changing the Guard: Developing 

Democratic Police Abroad, Oxford, Oxford University Press. 

[3] BRODEUR Jean-Paul, 2010, The Policing Web, Oxford, Ox-

ford University Press. 

[4] BRUN Jean Pierre, & DUGAS Ninon. (2008). An analysis of 

employee recognition: Perspectives on human resources prac-

tices. The International Journal of Human Resource Manage-

ment, 19(4), 716–730. 

[5] CAROLY Sandrine, 2011, “Collective activity and rule 

reworking as resources for mental health: the case of the 

national police force,” The human work, vol. 74, no 4, pp. 365-

389. 

[6] DE VALKENEER Christian & FRANCIS Vincent, 2007, 

Handbook of Police Sociology, Bruxelles, Larcier.  

[7] DECI Edward et RYAN Richard, 1985, Intrinsic Motivation 

and Self-Determination in Human Behavior, New York, Ple-

num Press. 

[8] DESI Edward, & RYAN Richard. (2017). Self-determination 

theory: Basic psychological needs in motivation, development, 

and wellness. New York, NY: Guilford Press. 

[9] [DJOGBENOU Joseph, 2014, “The constitutional review of 

court decisions: just another fantasy?”, Afrilex Review. 

[10] ERAUT Michael, 2004, Informal learning in the workplace. 

Londres, Routledge. 

[11] FASSIN Didier, 2011, La force de l’ordre. Une anthropologie 

de la police des quartiers (The Force of Law: An Anthropology 

of Neighborhood Policing), Paris, Le Seuil. 

[12] GAGNE Marylène & FOREST Jacques. (2008). The motiva-

tion at work scale: Validation evidence in two countries. Jour-

nal of Organizational Behavior, 29(6), 733–756. 

[13] GNINAFON Horace, 2018, Security forces in Benin: citizens' 

mixed experiences and confidence, Afrobarometer. 

[14] GRANT Adam. (2008). Does intrinsic motivation fuel the pro-

social fire? Motivational synergy in predicting persistence, per-

formance, and productivity. Journal of Applied Psychology, 

93(1), 48–58. 

[15] KIRKPATRICK Donald, 1994 (éd.), Evaluating Training Pro-

grams: The Four Levels, San Francisco, Berrett-Koehler Pub-

lishers. 

[16] KNOWLES Malcolm, 1980, The Modern Practice of Adult Ed-

ucation: From Pedagogy to Andragogy, Englewood Cliffs, As-

sociation Press (reprint) 1980. 

[17] KOLB David, 1984, Experiential Learning: Experience as the 

Source of Learning and Development, Englewood Cliffs (NJ), 

Prentice-Hall. 

[18] LE BOTERF Guy, 2015, Building individual and collective 

skills: Acting and succeeding with skills (The Le Boterf model), 

Paris, Éditions Eyrolles. 

[19] RICHARD Éric & PACAUD Marie-Christine, 2010, 

Becoming a police officer: a question of attitudes, provincial 

survey, Quebec City (Campus Notre-Dame-de-Foy / CNDF). 

[20] RYAN Richard & DECI Edward, 2000, Self-Determination 

Theory and the Facilitation of Intrinsic Motivation, Social De-

velopment, and Well-Being. 

[21] SERGIO Fernandez & HAL Rainey. (2006). Managing suc-

cessful organizational change in the public sector. Public Ad-

ministration Review, 66(2), 168–176.  

https://doi.org/10.1111/j.1540-6210.2006.00570.x 

[22] STAJKOVIC Alexander, & LUTHANS Fred, (2003). Behav-

ioral management and task performance in organizations: Con-

ceptual background, meta-analysis, and test of alternative mod-

els. Personnel Psychology, 56(1), 155–194. 

[23] QUEBEC SECURITY SERVICE, 2020. 2020 Annual Report. 

Quebec City, Canada : Government of Quebec. 

 

http://www.sciencepg.com/journal/ss

